I. Introduction
Induction is the logical and the most important step in human resource management process. This process starts from the period where the new employee is taken round the offices, factory, and also introduced to the facilities/amenities available. Induction ensures a new employee is provided with information and assistance when commencing employment with an organization. Clearly outlining what the organization stands for and requires, reducing the risk of regulatory breaches and enabling employees to respond effectively to new responsibilities. Induction as the process of receiving employees when they begin work, introducing them to the company and their colleagues, and informing them of the activities, customs and traditions of the company Armstrong (1982) . Ogunbameru (2004) opined that the objective of any induction process is to facilitate the transition of new employees into the working environment and enable them to respond effectively to new responsibilities. Armstrong (2003) explained that induction provides the opportunity to shape work related attitudes and enhance organizational commitment.
Attitudes, according to Kenrick, Neuberg & Cialdini (2005) are favourable or unfavourable evaluations of particular person, people, objects, events or ideas. It is worthy to reinstate that it is only when staffs have been given proper induction about the organization structure, what the organization stand for, organizational goals and organizational ethics that managers can expect positive of favourable staff attitude. For instance, a new employee that does not know that eating in the office during official hours is bad, cannot be blamed for eating in the office or even in front of visitors.
Many organizations do not involve their new staff in induction, therefore, most of them are vulnerable during the first few weeks of employment and this might discourage the new employees and thus, organization stand the risk of turnover (Kearney, 2010 , Snell, 2006 . Meanwhile, induction of new staff is should centered on the practical knowledge, skills and competency of the new staff and clear cut understanding of the organizational culture, ethics and core values. Hendricks and Louw-Potgieter (2012). The survey became necessary to find out the impact of induction programme employees' attitude to work and intention to stay lon on the job. The significance of this work stemmed from its objectives is as follows:
i. Examine the effect of induction programme on the employees' attitudes and retention ii. Evaluate the impact induction on employees' commitment and organizational effectiveness iii. Analyze the effect of induction programme on employees satisfaction and intention to stay on the job
II. Review Of Literature
Induction/orientation has become one of the fundamental types of organizational training programmes (Klein & Weaver, 2000) . Several studies have indicated that many industrial organizations adopt different means of acclimatizing and introducing employees to their jobs and environment (Wesson & Gogus, 2005) . Mostly, the induction comes in two forms. The first is the formal training programmes and the second is informal induction which is often carried out by the workers and managers/supervisors or a combination of both of them (Klein & Weaver, 2000) . These programmes vary depending on the roles, status and the variety of programme activities of the new employees (Wesson & Gogus, 2005) .Induction is often seen as the systematic process of integrating the new employees to the culture, processes, technology and operations of the organization so as to optimize the effect on business outcomes (Snell, 2006) . Above all, the principal objective of induction training is to equip the new employees with necessary information and skills so as to cope with the challenges and anxiety that comes in settling into a job or performance (Mestre, Stainer and Stainer (1997) . Numerous studies have indicated the importance and significance of induction programmes. Butler (2008) , Wells (2005) and Wesson and Gogus (2005) revealed that the level of turnover, absenteeism and satisfaction tends to increase during or after the first few months of the induction. This means that an inadequate and poor induction programme will adversely influence staff attitude. Therefore, it becomes imperative that organizations should put into cognizance different methods of integrating and engaging the new employees to the culture, processes, philosophies, programmes and practices of the organization (Derven, 2008) . Researchers indicated that the first few months of a new employee's career are critical in identifying, assessing and evaluating whether he/she will help the organization to achieve competitive advantage, or will fail to do so (Fritz & Vonderfecht, 2007) . Induction facilitates unquantifiable benefits to many organisations such as a reduction in time consumption for new inductees to adjust to organizational culture/core values (Ragsdale & Mueller, 2005) and to optimize effective working capabilities (Brodie, 2006; Derven, 2008) . These benefits are not only restricted to organizations, they also contribute significantly to employees commitment and know how. According to Derven (2008) , induction serves as a means of passing the feeling and sense of belongings to the new employees and also such an employee to be decisive in joining the organization without any form of coercion.
A well packaged induction programme involves effective use of proper planning. This plan prepares the new staff in coping with stress and other contingencies like fear of the unknown, inferiority complex, anxiety which are likely to set in during one of the most stressful times in their organisational life (Wanous & Reichers, 2000) . Therefore, to reduce these problems, induction programmes should be made in a way that will make the new staff feel more comfortable and pro active in the organization (Dodds & Verest, 2002; Ragsdale & Mueller, 2005) . The outcome of every successful induction programmes may significantly bring about job enrichment and acceptable attitude amongst new employees that conforms to the culture and practices of the organization, (Sussman, 2005) , which will invariably lead to higher productivity and commitment (D'Aurizio, 2007). Several researchers have also indicated that induction programme could bring about customer satisfaction. This exists when a new staff is tailored and trained with the provision of necessary supports to avoid discouragement during the first few months on employment (D'Aurizio, 2007). Pollitt (2007) study revealed that customer-satisfaction ratings at a major UK energy provider rose from 40% to 80% after introducing such an induction programme for all the new employees. Meanwhile, most researchers focused on tangible and cost-related benefits but this study tend to address the emotional benefits for the employees and to encourage retention with positive attitudes towards work. We therefore propose these hypotheses: H 1 : Induction/orientation programmes have positive effect on employees' attitude and organizational effectiveness H 2 : Induction programme has positive impact on employees' intention to stay on the job
III. Research Methodology
The empirical data for the study were collected through a well-structured questionnaire, which was prepared and distributed among the respondents in Olabisi Onabanjo University, Ogun State, South-West Nigeria. Purposive and convenience sampling methods were adopted in selecting the participants for this study. The research instrument was divided into two sections, the first tends to obtain the respondent biodata while the second part contains the items regarding the constructs of the subject matter. Descriptive methods of analysis were used to analyse the data. The opinions of the respondents on each question were weighed using simple percentages. This is done so as to ascertain the average opinion of the respondents. A total of 300 copies of questionnaires were administered within the scope of selected location, having sorted the returned questionnaires, only 271 copies of questionnaires representing 90% were validly used while 29 copies (10%) were either discarded due to improper filling or unreturned. The study tends to add to the existing study on Human Resource processes and practices in an organisation.
IV. Data Analysis Findings And Discussion
The data obtained from this study were presented using tables with specifications made on the amount of questionnaire distributed. The results were obtained based on the opinions of the respondents. Table, 54.6% of the sample size were male while 45.4% were female, which implies that the population of male respondent is higher than female. Meanwhile, about 79.4% (cumulative)of the respondents were within an economically active population. Moreover, 66.8% of the respondents were married, while 18.8% were single and 14.4 divorced or separated, though the reason for their present marital status could not be ascertained as at the time of documenting this report. Regarding the years of work experience; 53.1% of the respondents had worked between 10 and 19 years; while 35.8% has put in between 1-9 years; 11.1% has spent 20 years and above, which makes the respondents authority in responding to questionnaire.
Testing of Hypotheses H 1 :
Induction/orientation programmes have negative effect on employees' attitude and organizational effectiveness The model summary table shows how much of the variance in the dependent variable is explained by the model. In this case the R square is 0.318 if expressed by a percentage will be 31.8%. This means that our model explains 31.8% of the variance the use of induction and orientation facilitate the value of organizational effectiveness. The adjusted R square shows 0.311, while the standard error estimate 0.62225 which signifies that the error term was relatively above average. The ANOVA table shows the assessment of the statistical significance (sig=0.000), in which the Pvalue is equal to .000, and less than or equal to 0.05, therefore we reject the null hypothesis. So we can conclude that induction programmes have positive effect on employees' attitudes and organizational effectiveness. The co-efficient table shows which variables that were included in the model contributed to the prediction of the dependent variable. The study is interested in comparing the improvement of each independent variable; therefore the Beta values used for the comparison in this table, the largest beta co-efficient is .513 which explains that the development of induction programmes has led to the competence and effectiveness of the employees. The table seeks to explain which of the variables is making a statistically significant unique contribution to the model looking at the Sig column in the table; it reveals that using induction programmes has led to the organizational effectiveness and employees attitude. This view was supported by the works of Mestre, Stainer and Stainer (1997) that induction training is to equip the new employees with necessary information and skills so as to have good attitudes to work and as well cope with the challenges and anxiety that comes in settling into a job or performance. We therefore rejected the null hypothesis and concluded that induction/orientation programmes have negative effect on employees' attitude and organizational effectiveness H 02 : Ho 2 : Induction Programme has no effect on employees' intention to stay on the job and attitude to work Following from the above table, R square is 0.248 if expressed by a percentage will be 24.8%. This means that our model explains 24.8% of the variance the induction gives value to the employees and enhances their loyalty and commitment. The adjusted R square shows 0.241, while the standard error estimate 0.82032 which signifies that the error term was relatively above average. The ANOVA table shows the assessment of the statistical significance (Sig= 0.000), in which the Pvalue is equal to .000, and less than or equal to 0.05, therefore we reject the null hypothesis. So we can conclude that induction programmes have positive effect on employees' attitudes and intention to stay on the job. The co-efficient table shows which variables that were included in the model contributed to the prediction of the dependent variable. The study is interested in comparing the improvement of each independent variable; therefore the Beta values used for the comparison in this table, the largest beta co-efficient is .462 which believes experienced gained from induction and training are used to gain entry into other organizations; makes the strongest unique contribution to explaining the dependent variable the use of induction and orientation gives value to the organization when the variance explained by all other variables in the model is controlled. The table seeks to explain which of the variables is making a statistically significant unique contribution to the model looking at the sig column in the table; it reveals that Employee attitude to work is dependent on inadequate induction and training not acquired hence, we reject the null hypothesis. This study also supported the findings of Dodds & Verest, 2002; Ragsdale & Mueller, 2005 ) that induction programmes should be made in a way that will make the new staff feel more comfortable and proactive in the organization.
ANOVA (b)

Coefficients (a)
Unstandardized
ANOVA (b)
Coefficients (a)
V. Conclusion And Recommendations
The findings revealed that induction significantly influences staff attitude and behaviour towards retention and effectiveness. This means that well packaged induction programme (that has all the relevant information) will positively influence staff attitude. Most (72%) of the respondents adduced that they had induction programmes and they were psychologically integrated to their work environment. It exposes the new employees to the history and the organization of the institution as well as to the core values/activities, the competitors and their activities. They added that sources of information and available amenities in the company are brought to their attention. However, it was observed that if the induction programmes and system of the organization does not have anything good to transfer, it affects the employees' attitude. The organization believes that induction of new employees with the right training helps in saving time, money and increased productivity. The study supported the findings of Butler (2008) , Wells (2005) and Wesson and Gogus (2005) who added that the level of turnover, absenteeism and satisfaction tends to increase during or after the first few months of the induction. This induction programme takes several months and involves different dimensions. 42% acclaimed that they had induction programme in their first month of employment, 36% added that they attended after one month while only 22% were longer-serving employees who were inducted after two months or more of employment. The study also revealed that employees were orientated on what to do, where to do it, when and how to do it through staff handbook, seminars, conferences, on the job training, co-workers meeting, staff forum, etc. Therefore, it becomes imperative and empirical to say that induction programmes for new employees has a significant impact on retention and effectiveness. This supported the inherent assumption that the shortfall in performance is caused by deficiencies in knowledge, skills or attitude. It was recommended that induction programmes should be reviewed and improved upon from time to time and to determine if the induction programme has any effect on the employees' values and attitudes. Irrespective of the approach used, induction policies should ensure fairness to all employees and should help boost employee morale.
